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A study ieterminea whether a short-term educational 
proaram cou^d De used to help women overcome personal-social barriers 
to tintry into non- traditional occupational preparation programs, 
iwenty women from each ot three community/ j uni or colleges were 
survtyei using the Survey or k^omen's Attitudes about Careers (which 
waii aiso used for postttstiag ) to determine what the bairiers were. A 
trei tmcT.t program, based on survey findings, was designed and 
ufcxivered. ine treatment program, which addressed decision making, 
go-i* setting, selr-kaowledg«, and awareness of career opporturities, 
W'-.s intended to assist women m overcoming barriers for entry into 
nor.tr iditionai employment and to encourage them to become 
3e^r-directed m their caraer development. Posttests and follow-up 
interviews wert used to assess the program's impact by considering 
(1) changes made yy participants as a result of specific goals, (2) 
application to ana problems encountered in apprenticeship and 
training programs, and (i) degree of support from family and friends. 

was concluded that the program did have oome impact in assisting 
women to enter nontraditi onal occupations by helping them set career 
goal? .-ina change stereotypical attitudes. Participants «.lsc reported 
tt-exir.g xt-ss aeterrer.ce rrom potential barriers and having more 
control over their career aevelopment. (^LB) 
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Women attempting to enter careers and training programs tradition- 
ally dominated by men have generally encountered barriers which have 
effectively kept most women in ''women^s jobs/' Despite attempts which 
havi been made to eliminate institutional barriers to women entering 
non- traditional j^.^fa, implemented via equal rights legislation, only a ^ 
relatively small proportion of women workers are employed in blue- 
collar jobs (U*S. Department of Labor, 1975, p. 92). The vast majority ^ 
of women in the labor force remain in the lower paid and /or less skilled 
areas such as service, health, education, and clerical occupations 
(Eliason, 1977; McCune, 1974; U.S. Department of Labor, 1975). This 
would seem to be an indication that there are other factors operating 
to exclude women from nun-traditional occupations. These factors, i.e., 
personal and cultural barriers, may be more subtle and more difficult 
to change than the institutional barriers (Koontz, 1972; Lehmann, 1977). 

Those women who have attempted to enter non-traditional occupa- 
cioas will most likely have encountered both institutional and person- 
al barriers. The former include the customary exclusion of women from 
certain positions in government, industry, education, or other employ- 
it.kjul siu»i>ly because that is the way "it has always been.*' The latter 
includes attitudes communidted by family, friends, and associates in- 
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Institutional barriers, aS indicated above, are those which can»be^ 
and have been, addressed by legislation in attempts to equalize educa- 
tional and occupational opportunities for men and women* Such barriers, 
iik'j discriminatory hiring or promotion practices, are generally overt 
deterrents and can be dealt with via legislative policy. Personal-Social 
bariiers, on the other hcund, tend to be more covert and subtle, and 
co*ns oquently much more difficult to ovexcome. Some common personal- 
social barriers represented in the lite;i;ature center around such issues 
as rolus tti-c;., Burlin, 1976; Smith, 1976; and U.S. Department of Labor, 
1^J77); attitudes of significant others (e.g., COKSAD, 1976; Indiana 
dtate Board, 1977; and Reubens and Reubens, 1977); and self-perceptions 
(e.Si-/ Korman, 1967, 1970; Sedaka, 1975; and-Wertheimer and Nelson, 
1977) . 

The personal-social barriers ideucified in a Survey of Barriers 
(Thoraas, £t v]^/ 1979) include attitudes of women themselves as well as 
ch^ attitudes communicated to women by friends, relatives, persons 
eir.ployed in non-traditional occupations, and administrators of educa- 
tional programs indicating the impropriety of the '.nclusion of women 
i:; certain occupations. Some of the more significant barriers th^t 
wonien n\ust overcome if they are to enter non-traditionatL careers are: 
the stereotyped role by iarr.ily and friends; establishing priorities 
in ternis of family responsibility and money; attitudes of people at 
encry and training levels; and obtaining information about male-inten- 
sive jobs. 



Q hjGctiv^s • of the study '■ ' \ 

The purpose of the study was to determine the ixupact of an educa- 
tional treacnent program designed to astist women in overcoming barriers 
to entering non-traditional occupational preparation programs and 
careers. Specifically, the research was to determine: (1) the degree 
to which women were able to overcome the deterrents they perceived as 
providing barriers to entry xnto non-traditional occupations and (2) 
the extent to which participation in the experimental treatment program 
was effective in assisting women to eater non- traditional occupational 
preparation programs, and careers. 
Population artQ Sample 

The target group was the population of females from ^three selected 
co»TuTiUnity/ junior colleges who expressed interest; in participating in a 
workshop concerning entry into non- traditional training programs and 
careers. Thus, those women who responded to an announcement of the 
program constituted the population from which the samples were dra\;n. 

Twenty women in each of three communities were randomly selected 
ii-u:r. t*;vs pool of applicants for the experimental and control groups. 
\:\\ci\ dropouts occurred, replacements were made from a randomly ordered 
list of those in the pool who had not been previously selected. The 
participants thus selected were told that because of demand two sections 
of the program would be held—one starting at the prescheduled time 
vthe experimental group) and one six weeks later (the control group) . 
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The Survey of Women's Attitude About Careers (SWAC) , originally 
Guvoloped as part of the identification of deterrents to entering non- 
traUitional occupations (Thomas, £t ail • , 1979), was used as a pretest/ 
pootcost instrument. Due to the excessive length of the original survey, 
a reduced version was developed. The criteria for item inclusion were: 
(1) each item showed 40% or more agreement or strong agreement, i.e., 
was considered a deterrent to entering non-traditional occupations by 
wo;r.e:; in traditio»ial occupations; and (2) each of the 17 orthogonal 
laotorij identified by Thomas, £t al^. , (1979) was represented by at 
least throe items. If factors were not represented, as the result of 
the 40*6 cut off point, the highest loading items were included regard- 
less of the level of deterrence indicated. The internal consistency of 
this instrUiTient was .97 while the average item test-retest was. 41. 

In addition to the deterrent statements, the pretest and post- 
cest also included Rotter's Internal-^External (I-E) Scale (Rotter, 1966) 
and Thonias' Career Development Responsibility Scale (Thomas, 1974). 
The Rotter l-K contains 23 pairs of bipolar statements which are scored 
lor oxtornality^ The Career Dovelopmont Responsibility Scale was 
dovclopod to measure the degree to which rcjinforcement in terms of 
success in career preparation-acquisition-performance situations is 
cor.sxvicred to bo contingent on an individual's own behavior. The Rottur 
I-L yielded a Spearman Brown of .73 and a Kuder-Richardson of .70, 
A-hxlo test-retest was .72 and. 78 respectively (Rotter, 1966). The in- 
ternal consistency of the Career Development Scale was .67, and content 



^""^ ''^.^^^^^^""^.^^^.ted validity w alsQ... established -for this 

instr-u.-nent (Thomas, 1974). a standardized format was employed by. the 
project staff to conduct follow-up interviews. The purpose of the 
follow-up interview was to assess the effectiveness of the experimental 
troat.T.ont program in view of participants' career plans. The personal- 
iiicd format addressed: (1) changes made by participants as a result 
of specific goals; (2) application to and problems encountered in 
apprenticeship l^nd training programs, as well as (3) the degree of 
support received from family and friends. 
'Iro.tt-ont Progrv^m 

The treatment program designed to holp women overcome the barriers 
was based upon;. (1) the results of the barriers survey, (2) the content 
of other programs, and (3) theoretical background conlsiderationS. , The 
various ccT.ponents of the treatment program were addressed to decision 
making, goal setting, self-knowledge, and awareness of career oppor- 
tunities. The treatment was intended primarily to assist participating 
wo.T.on in overcoming personal-social barriers for entry into non-tradi- 
tional employment, and secondarily, to encourage them to become self- 
dirocted in their career development. It was felt that if the partici- 
pants could learn to take control cf their own careers, then they would 
oe able to overcome the remaining occupational barriers on their own. 
Tao underlying basis for the experimental treatment program which was 
drawn from research concerning learned helplessness (Cohen, Rothbart, and 
Phillips, 1976), Jocus of control (Rotter, 1966), and illusion of incompe- 
to.-ve (Langer , 1979), Counseling practices including the direct, decision 
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^tiiorai.y .-.odol suggested by Greenwald (1973), were also used in the design. 

Tlio treat4'uer4t prograxr. which consisted of an introductory session 
(vjivor* iuunediately after the pretest) and a series of eight two-hour 
workii*;ops was facilitated by a meniber of the project staff, Thus^ for 
tho cxpiii.in;ental groups^ nine two--hour sessions were conducted twice 
wookl^r over a period of five consecutive weeks. 

Sessions delivering the educational program to the control group 
w^r»^ held at the conclusion of the experimental group's treatment pro-* 
vjra.T. carter boch groups had been posttested. The control group sessions 
Wore conducted each week night for two hours during a two--week period. 

T;*o preuest was given to both groups on the same evening while the 
posttotit was administerexi following the delivery of the treatment pro- 
vjrair. uo the experimental group ^ and at the beginning of the first ses- 
sion of the treatment program for the control group. 

Results and Discussion 
Kuliabilitiy of Instrument 

Two for;T.s of reliability were determined for the 123 item SWAC in- 
ouru:;;e;;t. Internal consistency (Coefficient alpha) was found to be 
.37» r'u; average item test-re test reliability (using the control group 
only} was corr.puted for the 123 items and r = .39 (r ranged from -.29 to 
•73,. The average test-re test reliability computed for scores on the 
17 1 actors was ,45 with r's rang.'.ng from .29 to .65. 
« ^ 1' o '■J 1 « ^ r.'. ^ ^v.p a c t 

A set of 2 X 3 analyses of covariance on mean posttest scores on 



.^-^i'^.^f ...f.^ ..^^^^^^^ impact of the educa- 

tional program on participants. Item scores on the SWAC pretest were 
uaed as covariates* Mean posttest scores were blocked on loc^tionj 
CJCI, CJCII^ and CJCIII; and group: experimental and control* 

Twenty-four of the 123 items in the survey instrument revealed a 
Significant (pT.05) interaction between group and location (see Table 1) . 
4\Ur»et<3en of the 24 items reflect one or more of three way interaction pat- 
terns. For eleven items 1-3,4,8; M-1; S-4,7,10; and T-1,4,7) mean 
response for CJCII is consistently higher (less deterrence) than mean 
response for the other two locations for the experimental group. In 
the control group, mean response for CJCII is consistently lower (less 
dttorrence) than. mean response for the other two locations. Five items 

S-3,5,11, and T-ICJ) show an increase in mean response across 
locations' for the experimental group with CJCIIT: yielding the highest 
inaan. The control group shows the same pattern mentioned above -with 
CJCII yielding a consistently lower mean response than the other loca- 
tions. The remaining five items all revealed unique interaction patterns 
(see Table 1) and will not be discussed here. The results of Newman- 
l<euls Multiple Comparison technique for these 24 items are presented 
in Table 1. It appears, then, for these 24 items the effect of the 
rreacment program is confounded with location of the program; i.e., 
there was a differential effect of treatment group across program location. 

Eighteen of the 123 items revealed a significant (p <" .05) * main 
effect of location (see Table 1) . A brief overview of these items 
indicates that CJCI has a consistently lower mean response (more 



Jutorrence'l than CJCH and CJCIIi;'"~Hean~TeS|5© th6se" l^exns 

at CJCI represented agreement with the item or an uzidecided position. 
For CJCII and CJCI]^^ mean response represented an undecided position or 
disagreement. Results of follow-up comparisons for these 18 items are 
presented in Table 1. These results suggest that the inipact of the 
treatment program may be somewhat dependent on the environment . (community) 
in which it is presented and the women who participate in the program. 

Nineteen of the 123 items had a significant (p < .05) effect of 
group. In all cases ^ mean response o2 the experimental group exceeded 
tho n;ean response of the control group; i.e.^ the experimental group 
showed less deterrence. These items will be presented in three major 
groupings; (1) the mean response of the experimental group represents 
disagreement (3.5 or greater) and the control group is undecided (2.5 
to 3.5); (2) the experimental group is undecided and the control group 
indicates agreement (2.4 or less); and (3) both groups are undecided. 

The experimental group disagreed (X « 3.90) with item A-6 (F = 
10.51^ df - 1, 60, p » .002) which states that a woman may decide not 
to enter careers that are usually held by men because she would offend 
li.on by being successful. The control group was undecided (X « 3.05) 
on this item. Item t'-8 deals with a woman's failure to get training in a 
»T.ai<j doiiiinaued field because of her feeling that available training 
iTvoney should go to men in the household. On this issue the control 
group expressed an undecided position (X = 3.43) while the experimental 
group indicated disagreep^ent (X = 3.94). The experimental group e^^ressed 
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disagreement (X = 3,57) with the idea that women have remained in certain 
occupational fields because they have a different set of values than men 

(Item F » 5,27, df « 1, 60 . p » .025) • The control group was 

undecided (X = 2.93) on this i :em. Item Q-2 (F « 5.68^ df « 1^ 58, 
p •020) states that a woman who works in jobs usually held by men 
has difficulty supervising ocher women. The experimental group disagreed 

(X 3.87) with this item while the control group was undecid<Bd (X « 3.39). 

i 

Mine of the nineteen items reflected agreement by the control 
group arid an undecided position by the 'experimental group (see Table 1). 
Item C-2 (F = 7.00, df = 1, 61 p « .010) reflects the idea that a ^ 
woraan may have diff i.culty getting people to provide her with information 
about non-traditional occupations. Women in traditional jobs may find 
it difficult to leave their jobs to obtain non-traditional jobs because 
they know they can be successful in the job they hold (Item G-3^ 
F =5 6.07, df = 1, 60 p « .017). A woman may feel if she is success- 
ful in a male dominated field that: (1) men feel uncomfortable with 
worsen in responsible positions (Item J-1, r = 5.09, df « 1. 61. p « 
.028) and (2) she still will not be as respected as a male with similar 
success (Item J-2, F = 9.29, df ^ 1, 60, p = .003). In addition, an 
unon;ployed woman may net want to risk seeking a male dominated occu- 
pation because she feels. she wouldn't be paid as much as a man 
vlten; K-2; F = 9.19, df 1, 60, p = .004). 

The experimental gxx>'ap was undecided while the control group 
acreod with the ideas that, a >/oman who obtains a non-traditional job may 
iind it difficult to cope wim; (1) men thinking she won't be able to 
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do an effective joB (Item P-2, .F » 15.18, df » 1, 60> p - .001) j 
(2) rr.<:;n'a altitude of superiority (item P-7, F » 11.56, df » 1, 59, 
P = .001); and (3) men's feeling they are better at technical things 

tl-.an are woir^e:; (Item P-9, F = 6.27, d^ = 1, 59, p = v015) . Finally a 
wo.7.an .-nay not go into a non-traditional field because her family gave 
her little or not positive feedback regarding her career plans (Item T-3, 
F = 6.53, df = 1, 59, p = .013) . ' 

• The following five items reflect an undecided position by both 
•y-roups but the experimental group here has a significantly higher 
(lowtir deterrence) mean response than does the control group (see 
Table 1). Item D-2 (F = 7.84, df = 1, 61, p = .007) is concerned with 
ideas that training personnel in non-traditional programs may feel women 
are not able to do the work. A woman may also be reluctant to pursue 
a non-traditional career because she feels men in the occupation yrould ■ 
insist she play the woman's role (Item M-3, F = e.o7, df = 1, 59, ' 
P = .017). Item P-5 (F = 8.87, df = 1, 59, p = .004)" is coricerned with 
the idea that a woman in a non-trdditional job may have to cope with 
r.-*ir. feeling she is taking the place of, a male who should have the job. 
I-'xr.ally, a woman may pot enter a non-traditional field because her 
fa.;;ily : (1) wanted her to do what was safe and secure (Item T-5, F = 
4.j3, df = 1, 59, p = .037); and (2) wanted her to get married, take • 
cuio of hor husbaiid, and provide grandchildren as soon as possible 
(rto.T. T-7, F = 4.34, df =1, 59, p =' .041). 

Ito.T. 0-2 (F - 4.01, df = 1, 61, p = .050) is concerned with the 
i^:»oa that women don't seek the same careers as men because they should 
oe u wife and mother first. Both groups indicate disagreement with 
t.'.io item but the experimental group reflects greater disagruemer.t 



(X = 3.09) than did the control group (X = 3.51). 

Vh'sso nineteen items reflect seven of the 17 factors in the survey 
instrument. Eight of these items (J-1,2; K-2, M-3,. and P-2^,7,9) reflect 
factor i which is concerned with conceptions of the male dominated 
work onvironrr.6nt . Woman's self-concept and perceptions of abilities 
(factor 2) is represented by Item Q-2. Reinforcement of ^stereotyped 
rolos by. the family (Factor 3) is represented by three items (T-3,5,7). 
Tivo icoms i.C-2, D-2) reflect Factor i: which is concerned' with attitudes 
oz others at the entry and training levels. Factor 7, security in 
traditional jobs is represented by Item Two items 0-2) re- 

flect Factor -9 which is concerned with the belief that a woman's place 
is in che home. Finally ^ beliefs about women who are successful in 
noa- traditional jobs (Factor 16) is represented by items A-6 and H-3. 
Thus, it appears that the treatment program had its greatest impact 
arid created some degree of attitude change (toward less deterrence) 
ir* the experimental group with regard to: (1) beliefs about the work 
sott.ing in non-traditional jobs; (2) beliefs cibout the attitudes of 
sic;nificant others and training personnel; and (3) beliefs about what 
arc aad are not acceptable and secure roles for women. 

A Chi Square analysis was utilized to determine if the frequencies 
or changes xn occupational goal statements were significantly (p < .05) 
difrorent i^r the experimental and control groups (see Table 2). These 
^Joai statements were grouped into three categories: specific, non-spe- 

and undecided. The r<3sults of this analysis indicate that the 
r'roquoacies of changes in occupational goal statements are not signifi- 
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vqiKuicieu and 1 Vrcoutacjus of ChancjcM; in Oc^cuputional 
Goal Slcaot;iont.s Cjuiu Pit.-tct:t to Poj/.tLusL by Trealmfiit Croup 
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c*Ai;tiy di^iforent for the two groups » 7,3^ df » 5, p » ♦20). A 
porusai or the data indicates that^ although the frequencies of change 
UiTCz not statistically significant^ there is a trend which shows a 
'jroator nu^-ober of participants moving toward more specific goal state- 
.T.oncs ia the experimental group thazi in the control group. 

The results of the two 2X3 analyses of co variance on the Career 
licVolop.T.cirt Sespor sibility Scale (CDR) and on the Rotter I-E Scale 
i;;Ji.oat:ea; (1) 4ore were no significant ( p< ,05) differences among 
^jroui^ii for the CDR;. and (2) there was a significant interaction 
vi-' = j.6o, df = 2, 62, p « .031) betv(gen treatment group and program 
location for the Rotter. Follow up comparisons on the Rotter indica- 
tor thore wore no statistically significant (p < .05) differences 
•jotwoor. groups (see T.^ e 3). 

Chancje scores (posttest-^pretest score) were calculated for each 

ito*-:* xn the SWAC instrument, .the CDR and the Rotter for the experimental 

ar»vi control groups. For the experimental group, the mean change score 

or. t/»o CDR was -2.11 which indicates this group became more internal. 

'I'/.o control group also became more internal (X = -.412) , however, the 

cs 

o.;a;;MO fo*: this group was significantly (p < .OS) less than the change 
lor tl'iO experimental group (t 2.21, df = 34) . Mean change score on 
t.;o Routor was. -.686 for the experimental group and .059 for the con- 
t:.o^ ^jroup. This suggests that the experimental group became more 
i:;t.orr.al while the control group became slightly more external or 
ur. vj i\ a Ti g e G • 

.^carson Product Moment Correlations between change scores 
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Table- 3 

I'li.'.ttif.M Mfari KosiJutiiic to C1>K atid KoLtfi Adju:accl for 
I'zcU'St Ruiii'oiisf by Treatinonl Group and Piocjram Location 



} y, I i 
I:. 

1 1 



Mj list C'd I'c..:l t.5:i't._C;o_l l__M'.-.int; 



_Ad j 11 : ; t_cd J^.^y-.£S t M aK jina 1_ Moot is 
Iiocat ion 



CK'N CMCin I'rctef.t Co- J'^^'l^^Ril ._ 

l li - Con- l:.x:u- ; j • C\)ii- K Cicnnd vuiicUt; * Kxperi- Con- F 

tiol. tJul iii'Mitcil tio3 K.ili.o Mccui F J^iitio CJCi CJCTl CdCJll Ratio mental trol Ratio 

12 ?1 2;; 3) 3? 12 3 12 



^••■^^ ^'-41 3.^K) V.i;' f>.OM 5,80 1.4a 7.00 f>4,67 C.30 5.51 b.AO .61 5.14 6.44 2.69 



(-.sS 7. O.J 8.3^ 3.08* 8.^0 74.90 8,05 '8.30 7.60 .61 7.72 8.59 1.31 
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{j-odttest score-pretest scqre) on 3ach item in the survey instrument 
and change scores on the CDR and Rotter for the experimental and con- 
trol groups were obtained. Fourteen of the item change scores were 
tiicjniticar.tly (p £.05) correlated with CDR change scores for the 
control group. These correlations were largely negative indicating 
taut as iteiTi change scores increase (less deterrence) CDR change scores 
d^^croaso (;;'A:>re internal). For the experimental group, 15 of the item 
chcincje scores revealed significant (p ^.05) negative^ correlations with 
KOwCer change scores. This suggests that, like the CDR, as item change 
scores increase (less deterrance) Rotter change scores decrease (more 
internal). Only seven item change scored were significantly (p<*05) • 
correlated with Rotter change scores for the control group. These 
correlations were largely positive suggesting that as item change 
score increases (less deterrence) Rotter change score also increases 
(luore external) • 

As part of the analysis of the experimental application of the 
program, the question was asked; "What was the impact of the educa-- 
tional program on the participants, i.e., have the participants assumed 
;.;ore responsibility for overcoming the deterrents to entry into an 
identified occupational preparation program?" Answers to this question 
were sought in the experimental group participants' responses to a 
:*oilow-up questionnaire which was administered six weeks after the close 
of the treatment program. Two types of data were obtained from the 



follow-up interviews: (1) descriptive, data from open-ended questions, 
w^nc* (2) quantative data from Likert scale items. 

Descr-i.iJtive data requested via open-ended questions dealt 
::'r-..T.arily with specific goals (short-term and long-term) which partici- 
i>w*:;cs hue. sot up as a result of their involvement in the educational 
^.rov;ra.Ti. All i:>ut five of the 36 partic-.pants £.et at least one short- 
*co*.\n cjoal and all but seven set at least one long-term goal. The re- 
ou^cs indicate that most of the participants (22 of 36) set either one 
or two long-term goals. T^ere were a variety of goals , ranging from 
lJx^r^o:\ijil goals, unrelated to career choice, to' goals involving inform- 
al or formal training and education for a specific non-traditional 
occupation* 

The Likert scale data were obtained from the participants' re- 
l>orts of any changes they made in achieving goals or changing values^ 
interests, personality, skills, or self-concept.^" Also included are 
i-ouorts of their progress in entering training programs and the 
.•vinus of feedback they have received from adminiscrators as well as 
from family and friends regarding their selection of a non-traditional 
career. To facilitate the discussion of the participants* responses 
to the questionnaice, response modes of either some^ considerable, 
or very much, were collapsed and are referred to here as "at least 
oor.ic cnango • " 

With regard to reporting at least some changes in values^ inter- 
oi^to, personality, skilxs, and self-concept: 36% (13 of the partici- 

havi madt^ at least some changes in their values; 31^, (11) in thoir 
.r.woi-osts; 3iJv (14) in thoir personality; while 31% (11) report rraking 
least iiOKie changes in thoir skills. Self-concept seemed to be the 

20 22 



uiua ui: ::;o^c c*;ai;yu* ;:iixty-oi;e percent (22) participants indicated at . 
icUii;* iiOuic: ciiarAcje in self-concept* 

Viheii questioned whether they thought they would make changes over 
:.h^- inturrr.ediate or long range period^ 50% (18) of the participants 
:w^^orted they expected to make at least some change in values. Further- 
^x^, u"^"^ i2X} expected at least some change in interests^ 51% (18) 
.xpoot-ed some change in personality^ while 67% (24) expected some 
:>clr-cor4cept: change. The area of skill development seemed to ue the 
ijoa of .T.ost anticipated change. Eighty-one percent (29) of the 

•^^.•t^cipancs reported that over the intermediate or long range period , 
:l;cy expected to m^e at least some ch.anges in their skills. It is 

r*u*^- resting to note that 61% (22) felt that their skills would 
ch^i\s.2e "considerable" or "very much" over the intermediate^ or long 
i'ar4ge period. 

In exan*iining short-term and intermediate or long-term goals ^ 44% 
vlo; of the participants set short- torm goals related to training and 
uc^OciCion, and 56% (20) set intermediate or long-term goals in this 
.roa. Thxrty-three percent (12) of the* participants set short-term 
o.*:.s of getting a job or entering a specified careor, while 39% (14) 
^^ocifiod intermediate or long-term goals of this nature. In answer to 
4\o v.uestion about progress on Ghort-term goals ^ 72% (26) of the par- 
ici:>a;its reported at least seme progress. In addition^ 53% (19) 
•vjjorced accomplishing at .^east some work on intermediate and long-term 

At the time of the follow-up interviews, 47% (17) of the partici- 

83 
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panes l;ad reported applyin>.j ^for or enrolling in a training program or 
annrentioeship co acquire the needed job skills. However, only three 
of tho participants had applied for, or received financial aid for 
trainincj.. Finally, 89% (32) of the participants repor.ted that their 
:.an\ilies and" friends were sUpportive, at least to some extent, of their 
careor choice. 

v! 

;:c;\.cational Sigriificanco 

The evidence provided by the experimental testing of the educa- 
t:i.or4al program indicates that the program can be used to assist women 
overcome >some of ' the barriers to entry into non-traditional occupa- 
^.ional preparation programs • and careers ^ i,e,^ a percentage of the 
part;icipar4ts can be expected to" enter, such programs or courses. Thus^ 
ar. educational agency that utilizes the program can expect' to have 
aor;.e worr.en enroll in traditionally male dominated curricula. 

Of particular interest to this researcher is the finding that the 
wonoa who participated in the educational program report feeling 
loss deterrence from the potential barriers and having more control 
over their own career development. ' 
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SURVSY OF WOMEN'S ATTITUDES ABOUT CABSERS 

T..*j i;arvviy iirovidss you with an opportunity to express your opinions 
uixiat ti-io obstacles that would be (or are) encountered by women who choose 
to :ooj in fields usually dominated by won. The results of the survey 

wilj. help us assist women to establish careers in the field of their choice/ 
vhc-thu* bo one usually dc-ninitcd by women or men. 

Or. ::ho following pages you will find a series of statements that may 
or r.oz keep women from seeking a job in an area, that is usually domin- 
£.to« by r.;oa. You are asked to express your feelings about how much or how 
licclo you "agree with each statement. 

T.w-ro are no right or wrong answers, sa_dojaat-h^itate -'to respond to 
e;.wr. ai:ate.T.ent exactly the way you feel. 

DISZCTIOAi; FOR MARKING YOUR RESPOWSES: 

A. In nuiking your responses circle 1, 2, 3, 4, or 5 as below: 

Strongly Agree — if . the statement describes an obstacle that would 

have considerable impact on women's career develop- 
ment. 

A.jree — ^^if the statement describes an obstacle that would have, moder- 
ate impact on women's career development. 

vj) wr.decided— if you are not sure whether or not the statement describes 

an obstacle that would have an impact on the career 
development of women* 

jin) Disagree— if the statement does not describe an obstacle that would 

have considerable impact on career development. 

v'i; ii wrongly Disagree— if the statement describes an obstacle that would 

have little, if any, ix^pact on career development. 

v.hv.r. ijelecting your responses, consider the response words as if they were 
poir.wi, on the same straight line. 

strongly Agree 2 Undecided 4 Strongly Disagree 
^ / . / / 

1 Agree 3 Disagree 5 

*.>o:.ow are sample statements with responses shown. 



Iwcoit hava trouble getting into business, 
, Cu^^oor fields are hard to get into. 

D. PL^^i: DO NOT OMIT ANY ITEMS. 

ERIC 

A 1 or 































u 


0) 




















u 








(A 










•H 






HD 




c 


>1 




<D 


a 


>% 






na 


o 








•w 


*^ 






0 


O 


tTk 


/— • 


0 


0) 




<C 


0 


U 


u 




(/) 


u 


u 






•H 




CO 


< 




a 


in 


1 




3 


4 


5 


1 


2 




4 


5 



A. A woman may decide not to enter careers that are 
usually held by men because: 
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She 




/ 1 


2 


3 


4 


5 


2. 


She 


doesn't want any hassle on the job .... 
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3. 


She 
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4. , 


"She 


doesn't see herself ?s et^^prof essional . . 
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5. 


She 
the 


doesn't feel that she is as con\petent as 
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6. 


She 


would offend men by being successful . . 
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7. 


She feels that women have to be better (work 
harder, et cetera) than men to be successful 


1 


2 


3 


4 


5 


Information about careers usually held by menj 
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May 


never' be reviewed seriously by a woman . 
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' 3, May take extra effort to obtain as compared 
to information concerning occupations typi-- 
caily held by females 

4. May not be. available in the form of a fem.ale 
^le ,modol • . , 

C. If a worrran seeks information about non-traditional 
occupations (those usually held by men) she may 
• find that: 

1. She has difficulty overcoming negative feed-, 
back from the sources of occupational infor-- 
nation • 

•2. She has difficulty cottinc people to talk to 
her about these occupations 

3. She has difficulty getting information about 
openings in these occupations 

4, She may have difficulty overcoming the pres- 
sure to look at information a.bout jobs that 
are traditionally fon.-^.'.o . . 
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If a woman seeks information about non* 
traditional occupations (those usually 
held by men) she xaay find that: 



5. She nay have difficulty knowing where to 
start looking for information needed. • • • 

A voiran who attempts to get training in a male 
■ do;:.inc;tcd field is likely to feel that persons 
offering the training programs; 

!• Are not inters ted in her 

2. Think that dhe would not be able to do the 
work 

3. Think of her as a female/ rather than some- 
one seriously interested in pursuing a 
career 

*i. V.ould have the perception that women would 
not stay with the training program . . . • 

5. Would recruit her into a female dominated 
occupational training program 

6. Do not think she could get a job in the oc*- 
cupation for which they offered training. . 

7. Think that the occupation for which they 
offer training "just isn't for women". . • 

0. Think that even if you can train her, she 
won ' t be physically strong enough for the 

:ob 

V. Think she won't like the working conditions 

10. Think she won't fit in with those already 
in the profession . . 

A woman who makes plans to enter a career usu- 
ally sought only by men is likely to feel that 
her friends think that: 

1. '"Ladies" shouldn't se'bk that kind of career 

;ihe won't be* satisfied with the job .... 

i. She should seek a job -in an area where more 
won;en are employed * • . . 

4.127 



i\ A vcvan may be reluctant to seek training for a 
caroc^r Uiiuaily held by men because: 

!• She fe^^ls that men are more competent than 
wo4T.en in some areas such as math and 
iiciencu. . ^ 

J. She has doubts about her ability to do the/ 
job even it she did finish the training, • 

3, Sho feels that women have le§s mechanical 
apiiity than men • • • . . 



^c. She fec^liS that the "pay off" of training 
is quicker for the traditional jobs . . , 

5, She is unable or not . willing to forgo ih*^ 
con;e during training or graduate school 
for the non-traditional occupation • • • , 

6. She has a low-paying job which doesn't 

her to save enough to pay for ad- 
ditional training 



7. She doesn't know how to get financial aid 
for this kind of training 



S. Sr.e would feel that any money available to 
pay for training for these kinds of jobs 
. iihould go to her huobc*nd or other male 
members of the household 

9, She couldn't be away from her family for 
training programs that are offered in the 
evening 

.:o::;oa who hold jobs in traditional female 
r'lcldij find, it difficult to leave their jobs 
zo acquire jobs traditionally held by men 











0 










0 










u 










CP 












u 








tfi 


CP 










< 




V 




















Xi 










•H 


u 


v> 


c 




0 


^ . 




s 






- 




u 


V 


(/) 


U 










4^ 


CO 




B 


Q 


CO 



— w ^ 

1. -^hcy like their preticnt job 1 2 3 4 5 

They don't want to give up their job socu- 

-ity 1 2 3 4 5 

J>, ?hey know they can be successful in the job 

whey hold 1 2 3 4 5 

.■;;cy want to stay where they are safe and 
^ c>ecure 1 2 3 4 5 
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(cont'd) Wo.T.cn who hold jobs in traditional fe- 
nale fields find it difficult to leave 
their jobs to acquire jobs traditionally 
'held by men because; 

5, They feel that the experience they had in a 
"fcr.ale" job won't count for experience re- 
quired in a ''male" job 

V;o.T.or* have traditionally remained in certain 
jol>s and professions because they believe that: 

!• wonun should be supportive of her hus- 
band's career 

2. Husband's object if wives make a higher 
salary than they do 

3. A wo*Tan has a different set of values than 
a nun 

A wo.-raii may have difficulty getting qualified 
and staying qualified for jobs traditionally 
held by men because; 

1. She finds it necessary to leave the train- 
ing program to follow her husband or family 

2. She feels it would be difficult to get ad- 
♦Tiitted to the educational or training pro- 
gram/ so she never tries 

3. She feels that she can't leave her family to 
go to a training/program in another state . 

4. ;::ho feels that she can't go out of town for 
training sessions or conferences 

5. Sho doesn't feel it is worth the hassle to 
^Jet the required training 

»• 

o. She usually enrolls in a school curriculum 
that doesn't prepare her for a job .... 

7, Sho does not have time to pursue training 
for these kinds of jobs 

o. Jhc finds it easier to got into and/or re- 
cacer jobs traditionally held by women. . . 
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(cont^d) A wo*Tan may have difficulty gutting 
qualified and staying qualified for 
jobij ttaditionally held by men be- 
cause: 

;ihe <5oz a scholarship, in anotlier field and . 
Cc*rjiot financially afford to give it up in 
•orJcr to pursue the tx'^aining in the male- 
doiTiinated field * « 

A wonor* nay feel that if she is successful in 
or. cccupation typically held only by men that: 

1. Men feel uncomfortable with women in respon- 
sible positions. 

2. She still will not be as respected as a male 
with similar success • • ; 

3. Ken would still feel they would have to pro- 
tect her from "unpleasant" experiences . . 

•\r. on;ployed woman nay no;;: be willing to risk 
seeking a job usually held by men because: 

1. She feels she would risk her present occu- 
pation if she looked for another job . • . 

2. She feels she wouldn^t be paid as muoh as 
the no a 

3. She feels an immediate obligation to help 
hjr family financially 

College education for a woman: 

1. Isn^c worth as much as it is for a man • . 

2. Makes it harder zo gee a job than if she 
hadn't gone to college 

3. Is usually just an insurance policy in case 
she has to work 

A wonan nay be reluctant to pursue a career in 
a field dom-^uated by men because: 

!• She i:a afraid of boinvj rejected by the males 
with whom she would bo working 
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2. Sho ieo;;5 there is a, low probability of a 

woman being successful in the field. .... 1 2 3 4 5 

3. She feels that man in the occupation would 

insist that she play the woman's role ... 1 2 .3 4 5 

4. She is reluctant to apply or interview for 

. jobs usually held by men 1 2 3 4 5 

5. ^huse careers wouldn't give her time to-be a 

.-other I 2 3 4 5 

o. She doesn't have the experience or training. 12 3 4 5 



She doesn't feel she would be lucky enough 
to get it I 2 3 4 5 

<J. She doesn't feel she would get the job - so 
* why try 1 -2 3 4 5 

N. Aor;.en ^r^ay have difficulty getting jobs usually 
held by men because: 

Women can't pick up and move to a job as 

easily as a man 1 2 3 4 5 

They think that employers don't hire women 

for management positions 1 2 3 4 5 

3. They don't plan for a lifetime career ... 1 2 3 4 5 
They don't want to leave their hometown . . 1 2 3 4 5 
0. Wo«»en do not seek the same careers as do men because: 

1. They lack self-conf iderice 1 2 3 4 5 

« 

2. A woman should be a wife and mother first. . 1 2 3 4 5 

?. A wo*Tan who obtains a job in an area dominated 
by r.en may find it difficult to cope with: 

!• Doing **talked\iown" to by men who are less 

competent thdil she is 1 2 3 4 5 



2» The men's thinking she won't be able to do^ 
^ effective job H • • * 
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(cont'd) A woman who obtains a job in ai^ area dom- 
inated by men may find it difficult to 
cope with: 

'3. The resentment from the wives of the men 
with whom she works* • • • . ^ . ^ . ..^...^ 

The feeling that no matter how well she does 
her job she will not ):>e promoted ...... 

5. The negative attitude\of men that She's tak- 
ing the place of a male who should be in the 
job 

6. Getting less regard than men for doing the 
job well ' 

7. Men's attitude of superiority. . 

0. The dangers that exist in some jobs .... 

9. The feeling (by men) that they are better at 
techjcxical things than women are 

10. The conflict with the religious teaching that 
stress the role of a woman as that of a wife 
and mother 

A woman who works in jobs usually held by men: 

1. Mast earn respect rather than have it con- 
ferred on them as the men do . . . 

2. Has difficulty supervising other women . . . 

3. Has \:o put up with other women who are jealous 
of her success . . 

4. Gets criticism that relates to being female 
rather than job perfomance. 

5. Has to stand up for her rights in order to 
get promotions she deserves 

6. Has a boss that is male 

A woman is likely to choose to enter a "female" 
career (those usually dominated by women) be- 
cause : 



1. Others tell her to 
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vwont'd) A won;an is likely to choose to enter a 

**ferraie" career (these usually dominated 
by women) because: 

Z. i-Ior zrior.ds chose it too 

3. r>oo>:s/ TV/ and magazines all portray , women in 
stereotyped roles ' 

•i. She knows of women who are unhappy in other ' 
careers 

5. Porsor.s on-ployed in the career will* be supr 
porcive of her ^ 

6. She has not been told to pursue other alter- 
natives 

7. She is not aware of her own potential .... 

A wcir^an's family may affect her career decision by: 

1. Expecting her to have babies. • • r 

2. Expecting her to marry well •. 

3. i:xpecting her to please them rather than make 
her own career decision 

*i. Putting too much pressure on her to do well in 
a proper career field 

5. Making all of her decisions for her ..... 

u. Teaching her where a woman's place is in soc- 
iety 

7. 2:xpocting her to work immediately to assist in 
supporting the family 

6. Protecting her 

9. Teaching her that women are solely responsible 
for raising the family and taking care of the 
household operation 

vi. Injistir*g that a woman can^t be a good wife 
and have a career 
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(cont'd) A woman's family may affect her career 
decision by:. 

11 • • Allcwix;cj her' to depend on them for financial 

support 

<• 

A wonun nuy not go into a non- traditional or 
Ivrov.ously male dominated career because: 

1. ior family feels that academics are for men; 
oasier studies are for Women. ....... 

2. Her parents felt the boy in the family should 
have priority for career training 

Her fd*Tj.ly gave little or no positive feed- 
back regarding her career plans ...... 

^i. Her main desire is to please her parents. . 

5* Her fardly wanted her to do what was safei 
and secure 

o. There are no career oriented, professional 
role models in her immediate family . . ..... 

7. Her parents want her to get married, take 
care of her husband, and provide grand- 
children as soon as possible 

S. Her reluctance to leave home or to be com- 
pletely independent 

9, Her feeling that her job was only temporary 
until her marriage 

0. Her working mostly with men in a profession 
causes problems at home for her husband . . 

!• Her inability to be a mother, housekeeper, 
and career woman all at the same time . . . 
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